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Lomen have always worked. They have worked on 
. C 
I 7 farms and as servants in homes of the upper-class. 
. &After the start of the Industrial Revolution, they ' 
joined men in the factories and sweatshops of the c i t i e s 2  
Unlike'men,.they remained on the periphery of'the work- . 
- ing world, concentrated in low stat-, poor paying jobs. 2 
. - 
The very f e w  who did reach top management usually 
attained their positions through wartime diversion of 
manpower, by way o f  a family-owned business, or death of 
3 - a husband, . 
- '\ with only s-light fluctuations from- year t o  gear, 
i d - - /  
the number of women working outside the home ' or family 
farm remained between twenty and twenty-five percent of 
4~-.-- a l l  women. V World W a r  II precipitated the movement of 
-< 
large numbers of women into the work force, and t h i s  
social change was the beginning of the present social 
revolution. -- ' In 1972, 43.8 percent of women, -16 years 
'of age and older were working outside the home, 
Their positions, however, were no higher on the 
scale of organizational status in 1972, than they were 
in 1900, although the number of working women had almost 
doub1;d. kmen's  position in the work force has simply 
been a reflection of women@s position in society i n  
general. 'poughout recorded histo4dexcept for brief  
7 
perioas and i n  isolated locations, \women have occupied 
C, 
a subordinate position t o  men, and women's activities 
have been considered of relat ive unimportance when com- 
pared t o  the a c t i v i t i e s  of men. 6l - 
major factors which have contributed substan- 
taillg t o  the historical  subordination/of women are the 
cultural conditioning of women t o  exhibit behavior and 
characteristics appropriate t o  an inf eriolc group; and 
__4 - 
the bel ie f  by many ma$es (and females too) that women 
are not exhibiting learned characteristicrr, but are i n  
fact,  biologically and intellectually inferior. 8 -7 
- 
The idea that women are taught t o  submerge their 
potential is simply disregarded. bornen, for example, 
have been taught t o  defer final authority and decision- 
m a k i n g  to any male, regardless of his intelligence or 
abil i ty.  ,' In addition, /the general male attitude toward 
women as a group has changed, but only slightly ,(and i n  
-,,,A 
some cases not at a l l )  as the following quote by Dr .  
Grayson Kirk, former President of Columbia University , 
It would be preposterously naive t o  suggest that 
a B.A. can be as fbtractive t o  girls as a 
marriage license. 
-. 3 
. * 
Lhanging the percept ion of women in e~eryday l i f e ,  
and l i f t ing  the restriction on the 1imited.functions 
imposed on women by society is a slow.and di f f i cu l t  
- 
process. 1 
-/-- 
A n  Englishwomari, Mary Wollstonecraft , a pioneer 
in the fight for women's rights and.author of the book, 
A Vindication of t h e  Rights o.f Women published in 1792, 
wrote: 
. Women are  t o l d  from their infancy, and taught by 
the example of their Mothers, that a l i t t l e  know- 
ledge of human weakness, justly termed cunning, 
softness of temper, outward .obedience, .and a 
scrupulou& attention t o  a -puerile kind of propriety, 
will obtain for them .the protection of m a n ;  and 
should they be beautiful, everything else is need1l 
less, for at. least twenty years of their l i v e s . . .  
Shone de- Beauvoir , more widely known as an exis- 
tential philosopher, but also the author of the now - 
clas6i.c book on nomen~s social condition, The Second . 
Sex, wrote. in the nineteen forties:  
-
. . . The necessity for ' woman is' t o  charm a . 
masculine heart; intrepid.and.adventurousthough 
they may be,. it is recompense to which a l l -  . 
herohes &&re; and most often no qualfty is 
asked of them other than their  beauty. It 2s 
understandable that the care  o f  her physical 
appearance should become .for the young g i r l  a 
real obsession; be they princesses or shepher- 
desses, they must always be pretty in order t o  
obtain love and happiness; h o ~ f p e s s  is cruelly 
associated with w%ckedness... 
And, Betty Friedan, the Mother of modern fe-m 
and author of the book, ,The FeminAne ~ystique, wrote in 
) 
the early nineteen sixties: * 
The failure t o  realize the full possibilities of 
their existence has not been studied as a pathology 
. in women. For it is considered normal feminine 
adjustFf nt 
, in America and i n  most countries of the 
world. 
The advertisement, 'TouQre come a long ray baby" 
for a cigarette brand target 'marketed for women, has 
become a popularized phrase, and is used to indicate 
the fact that social  progress for women has been made. 
I-- -? / Women can now vote, hold elected o f f i c e ,  buy property, 
-- 
work outside the home (even though married), enter 
professional graduate programs, and remain single, if 
\ 
desired. 14 "'J I 
-/--' 
Unfortunately, progress referred t o  in the ad 
slogan, had t o  be prompted by court action, and legis- 
lation throughout all levels  of government. The task, 
t o  achieve complete equality, 5s still far from finished. 
Cultural myths, supported and given credence by years of 
unchallenged repetit ion,  help keep women out of the 
executive suite. 
> In addition, those professions considered sui t -  
able for women t o  follow (regardless of the amount of 
'i- 
training required) b v e  always occupied a lower status 
in the working r o r l q q s  well, female occupations 
- &- 
have less power t o  be exerted in general management of 
the organi-tion; individuals oocupying those positions 
are granted less decision-making authority; and within 
the organizational structure, traditionally female- 
dominated fields are often subject t o  another organi- 
T 
eational level that is male-controlled. ) That is; 
-- 
nurses must answer t o  doctors, university librarians 
to school administrators, and social workers to higher 
government o f f i c i a l s ,  rho are almost all male. l6 ~ h u s ,  
althoug&ome professional ac cese is available to women 
in the working world,' these professions are as much on 
the periphery of the internal power structure as posi- 
t ions open t o  women on much lower levels. 
@no possible avenues are open for women t o  begin 
changing the status quo. The first direction would be 
to upgrade traditionally female occupations; the second, 
for  women t o  enter exclusively male f i e l d s .  The women's J L  
movement has especially helped the first goal, upgrading 
traditionally female professions by forcing a change 
.2-- 
1 i n  the attitude toward women in general. I 'et \ already 
r w 
/ 
overcrowded, &he limited number of positions open i n  
female occupations can not absorb the large number of 
' 117 women now entering the work force.1 
-/' 
The secopd .poss ibi l i ty ,  entrance into male f i e l d s ,  r 
is a l so  underway, but many problems still exist. For 
example, some males already members of the professions 
\ 
are admuantly opposed t o  women joining them. 
.-- 
, 
. ' ~ h e  reason(s) for keeping women out may be as 
L 
. simpf& as the desire to eliminate competition, or as 
complex as the general perception of women, as inferior 
in society 'as a whole. 3 Some specific reasons for re- 
stricting the entrance and advancement of women in busi- 
ness and the professions include: the perceived.lack of 
motivation, drive, and educational training on t h e ' p e  
of women; the f a c t  that some men wontt work for a woman; 
the belief that women do not think in a businesslike 
manner; women'aill leave; and the coup dtetat of them 
all, women do not have the innate capacity needed to 
. - 
8 
succeed. in anyth-g other than menial tasks. '9) - 
In the past some of these specific reasons m a y . .  
liave had numerous examples to substantiate the belief ,  
but Kith only a little investigation, - one could quickly 
- - - .  - - - - - 
.deduce that the cause, not the resulting behavior, needed 
attention, analysis, and change. 
. L'Zven highly. educated and ambitious women, for 
example, were .not placed in challenging, upwardly mobile 
positions, as men with comparable background would have 
/-I 
The pay differential as another e ~ l e ,  naa 
substantial, and despite l a w s  passed, remains consid- 
- -- 
! Queried in 1961 by the -National Office Managers 
~s soc ia t ion ,  those individuals answering the question 
a h i t t e d  that they paid men more than they paid women 
r e  7 
in similar In a study conducted by the 
Women's Bureau of the Federal Government the same re- 
sults were found. Sta t i s t i c s  indicated from the govern- 
ment study that a sizeable difference between wages paid 
* -  23 men and Twomen for jobs with identical t i t l e s ,  existed. 
Executive positions are no-different. In a study 
conducted by the National Science Foundation, the gap 
even widens rather than narrows i n  higher positions. 24 
The effort t o  help women gain pay equality in 
the market place began in 1963, when the Fair  Labor 
Standards Act of 1938 was amended by the Equal Pay A c t .  
Extensive hearings had verified the fact  that wage dis- 
I 
crh inat ion  on the basis of sex was a widespread prac- 
Employing the power of t h i s  a c t ,  over a ten- 
year period, $43 mill ion dollars has been paid t o  104,000 
8mployees. In 1972 the Equal Pay Act was extended to 
include executive, administrative, professional, and 
outside sales employees. 26 
The Office of Federal Contract Compliance a l so  
was amended to include women in 1967. This governm'ent 
office monitors all federal'contractors and subcontrac- 
tors  (about 9 out of 10 large American companies) t o  
make sure the company has an affirmative act.ion program. 
If the company does not, the contract can be given t o  
another one that does. 27 
The road t o  the executive sui te ,  despite some 
progress, is still blocked by the barbed wire of in- 
transigent beliefs and paleolithic practices. In July 
1973 the Chairperson of  the Equal Employment Oppor- 
tunity Commission admitted that none of the f i v e  largest 
U.S. Corporations were i n  compliance Kith antidiscrimin- 
ation laws! 28 
In order t o  remake the business landscape, more 
than Federal pressure is needed. Successful achievri- 
ments accomplished by women executives, young executive 
men (who understand the purpose of the women's movement), 
and the continued effort by women i n  general, striving 
for equality i n  a l l  areas of life must by part of the 
basic ingredients t o  acieve the goal of equal opportunity. 
Much more time nil1 be needed, however, before even modest 
progress is fu l ly  realized. 
r G  the meantime, women, who are  or wish t o  be on 
I 
the management horizon, must assume the major respon- 
s i b i l i t y  for their own executive development, and the 
executive development of other women3 
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CHAPTER I1 
REVIEW OF LITERATURE 
L i n t i l  the twentieth century, the need for a .  
career and planning a career was simply nonexistent. 
Most individuals were born, l ived,  and died in an 
agricultural environment with l i t t l e  choice OT oppor- 
tunity for a life different from the ir  parents. The 
- 
si tuation was especially true for women.' 1 
I-- /
1 As the Industrial Revolution gained momentum, 
L 
and created jobs away from farming, an increasing nugber 
of men migrated t o .  the cities; women soon f o l l o r r ~ o t h  
worked in factories, sweatshops and as servants.;) Women 
/ 
eventually received some protect ion with passage of work 
reform lawe in the late nineteenth and early twentieth 
centuries, as did men from the rise in power of the 
C labor unions. Unlike men, :however, women as a gmup 
remained on the periphery of the working world, holding 
about the same kind of jobs, unti l  the women's movement 
of the sixt ies challenged the division of labor.2 &ow 
m e n  can have a career, and should plan for one.) 
c-- 
_/ 
The conditions of an agricultural society l imited 
career choice for everyone, and especially for women, 
who occupied as a group, a low status in the community. 
The fact is not d i f f i cu l t  t o  understand, why most women 
of the paet spent l i t t l e  time or effort planning for a 
career. Unfortunately, remnants of the s i tuation are' 
st ill present today . 
h c h  of the blatant sexual discrimination against 
women entering male-dominated fselds (such as engin- 
eering, business, or l a w  s disappearing becauee of 6- 
legislative action, and attitude changeT The cultural 
I 
conditioning of women not to pursue these fields, or 
r i sk  being labeled a soc ia l  deviant, is a much more 
d i f f i cu l t  task t o  undo.' 
Abundant folklore still e x i s t s  describing i n  
sarcast ic ,  detailed humor the emasculated female who 
has sacrificed all normal social relationships, and her 
femininity, t o  rise i n  the male Seriously 
thinking. about a career and planning for it was a 
solitary and frustrating .exercise. 
Despite the continued resistance t o  change, life- 
styles and society are changing, and in eome areas, 
quite rapidly. Women must now lead roles, for example, 
different than even those followed by the ir  older sis- 
ters. Today's woman not only can plan for a career, 
LMovement of women into high positions of res- 
ponsibility and power, however, rill not be a simple 
14 
step progression5/ In addition t o  the problem of re- 
conditioning women t o  function i n  a totally different 
world, the o ld  rules for career planning followed by 
cadres of men from the college dorm t o  the executive 
dining room are no longer valid. The old rules used t o  
achieve career advancement can not be s t r i c t l y  followed 
by either men or women i n  today's work environment with- 
out alteratiqas and adaptation. 6 
The Career Plan 
Acknowledging these di f f i cu l t  obstacles, women 
still must plan. The purpose of a career plan is more 
- - 
-- 
-- 
- 
--- _- _ _- 
than a set of inflexible steps t0-d unchangeable goals 
T -- 
t o  be reached i n  a given number of years. :When prepared 
properly 'the plan should be an important a i d  in helping 
, 'L-- 
weigh the changing alternatives that become available, 
r 
that were not originally anticipated.l_The plan may also 
1 
motivate an individual t o  change direction or position, 
7 h --- if personal progress has stopped or slowed down. 
_ - 
4 --- [ 
Lheparing a career plan is not di f f icult  . / p h e  , 
plan can be in the form of a short graph, or a chrono- 
+ 
i logical  list and involves a number of d i s t inc t  stepsg -. 
/-- 1 No matter how w e l l  prepared, there is no doublt that 
. the plan, as originally conceived, w i l l  be altered at 
some tinre t~ encoups  unforeseen changes. y 
Matchinn Work and the Individual: Tvo Factors 
I 
uefore the career plan can be outlined, two im- 
portant factors must be studiedd and at least tentative 
decisions made concerning them. 
[ first factor .involves the type of work best \ /- -- 
suited t o  an individuaLj /TWO effective methods exist 
L-- 
as starting points t o  begin the search: isolation of 
personality type, and isolation of particular interests. 
- d 
kataloging of individual interests is the sim- i 
plest  approach bemue interests are fairly easy t o  
--. 
define.) Recollection of past en joyable experiences ; 
- .4! 
enjoyment of an activity; and the desire t o  participate 
again i n  that activity can be used as touchstones t o  
/--' 
deternihe interest8 and their strengths. hatching 
jobs that reflect the interests all help narrow career 
choices . )  
The second approach, Fsolating a personality 
- 
type, is more difficult';) Short of participating in 
time (and money) consuming comprehensive assessment 
inventories, several shorter methods can be eaployed 
t o  determine general personality types. Reeearchere 
in psychology and personnel administration are working 
on development of general personality descriptions 
especially applicable t o  workers. AV 
One such researcher, Michael Maccoby, a professor at 
Harvard University, has studied the personality charac- 
t e r i s t i c s  of professional managers. From h i s  data he 
has i so la t  ed four types of individuals : the-- craf t au in  ,-a 
company man, gamesman, and the jungle fighter. l1 The 
names give a good indication of the type of individual 
f i t t i n g  the category. 
Placing an individual in one of these four categories 
(or some other hypothetical type) w i l l  help t o  focus on 
work and an occupation most suited t o  that personality. 
A note t o  keep i n  mind, however, when applying t h i s  
approach to women concerns the pool of subjects from 
which the data was collected. Most of the research has 
been done on male subjects, and whether the final con- 
clusions can be directly imposed on wonen must remain 
for future researchers t o  verify. The general approach, 
however, is still a useful one. 
The second factor, which must be studied before a 
-? .---- 
career plan can be made, involves the need to differen- 
'iat 
are  
e among three concepts; a professional worker, a 
----. ., 
er professional, and managerJ\The p r o i e e s i o d  
\ 
1, 
worker category consists of those individuals who be- 
come lawyers or accountants, and who remain working 
primarily .in law or accounting. A career professional 
includes a much rider range of disciplines euch as 
engineering and librarianship. 1 It describes those who L- 
remain i n  a chosen field and attain a high degree of 
expertise . , Career professionals work for small or large 
'L 
organ%%$3.og ~ - b u s ~ e s s  or goyerrgent, but have - limited - 
managerial responsibilities or none at all;- 
-/ 1 
Peter Drucker suggests : 
The most rapidly groring group in any organization 
especially in today's businees enterprise, are 
people who are management, in the sense of being 
responsible for contribution t o  and results of the 
enterprise. However, they are clearly not 
managers in that they are not, as a rule, the 
bosses and responsible for the work of other 
people... individual professional cofsributors 
of all kinds who work by thexmelves. 
The manager position is the most often discussed, I-_ 
13 ] and may be presented as the only true executive. _--, 
Many texts  and articles have been written for men des- 
cribing career success solely in terms of attaining 
maaagem'eht positions in the traditional sense. The 
few books available for ambitious women follow the same 
pattern. 14315316 This material , however, covers only 
part of the story. Before any rea l i s t i c  goals can be 
set, and steps taken toward acquiring necessary skills, 
there needs t o  be an understanding of the three concepts, 
and a decision as t o  which type is best for a particular 
individtlaf. 
Within the organizational structure, all three are 
proieeeionals , executives , and management (as ref erred 
to in popular jargon), but each requires the develop- 
ment of dif ierent skills and different work goals. 
The pace-of modern business and technological devel- 
opment necessitates even the most gifted to eventually 
concentrate in one of the _ three. 
L o o s i n g  a major as a college sophomore may seem t o  
be the only important decision required when planning 
a career, but a major actually is only one of 
r- 
two important decisions that should be made. 'phe first 
would be the actual choice of a particular field, and 
the second would be to determine whether the individual 
I 
should aim toward a professional specialty or toward 
managemengt" Choice of a college maor 1 should not be 
17 considened final and irrevocable.-- Many individuals 
are changing the direction of careers and life- 
styles at many different ages. /-  choice8 are made, 
however, on these two factors, outlining a career plan 
will become a mechanical process. 
Reconditioninq 
These decisions must be made regardless of sex or 
background, but women must take one additional step. 
EbeO must be reconditioned to plan for a career, and to 
-> cope nith a professiond lifestyle.; The conditioning 
/- 
of men begins in childhood and by college age the process 
is well underway. 
Edith wnch, author of The Executive Suite: Feminine 
Style, one of the first books t o  deal exclusively d t h  
the situation experienced by professional women, states  
that one of the: 
biggest handicaps for whatever reason, is the 
woman herself. Too many have been reluctant 
to prepare for management jobs. Too many will 
not assme the responsibilities and too many 
will not spend the long hours necessary t o  the 
executive job. They have been uns e of their  
talents and reluctant t o  use them. @ 
The cause of  womenb behavior i n  the management 
market' place is far more speci f ic  than Lynch's phrase, 
Whatever reason' ( i n  the above quote), and rather 
simple : social conditioning. 
Men. have been conditioned from early childhood t o  
strive for the highest level of their potential. Plenty 
of role models exist. Host corporate executives, a l l  
U.S .  Presidents, all miUtary generals (until very re- 
cently) and most superstars of the athletic world have , 
been men. The young boy could have chosen from numerous 
role models. For a young girl of the past to have aimed 
for such occupational positions would eventually have 
been diagnosed as pathological. 20 
In addition, some leading male professionals whose 
education and achievements would give strong support to 
their conclusions and pronouncements, still maintain 
. 20 
that a woman's place is not in the outside world. 
Joseph Rheingold , a psychiatrist at Harvard Medical 
School, and a good example of this philosophy stated 
that : 
anatomy decrees the life of a woman...When 
women grow up without dread of their biological 
functions and nithout subversion by feminist 
doctrine, and therefore enter upon Motherhood 
with a sense of f u l f i l b e n t  and altruistic sen- 
timent, we shall attain the goal of a g ~ p d  l i f e  
and a secure world i n  which t o  live it. 
According t o  th is  atat ement , Professor Rheingold 
has concluded that if women remain mothers and nothing 
else, the world w i l l  be a great place t o  l i ve .  Such 
an attitude toward women is nothing new, and can pro- 
foundly effect the already shaky self-image women possess 
of themselves. 
The wife of the Connecticut Governor Hopkine (1639- 
1656) became mentally ill. Her insanity w a s  s a i d  to have 
been caused by too  much reading and writing. 
If she had attended her household affairs, and 
such things as belong t o  women and not gone out 
of her ray and. calling t o  meddle in such things 
as are proper for men, whose minds are stronger, 
etc. she had kept her w i t s ,  and might have im- 
proved them usef@ly and honorably in the place 
God had set her. 
Receiving such depressing information repeated by 
learned individuale roman desiring t o  work outside 
the home would need great personal courage, not only t o  
challenge the hostile unknown (as men also must do), but 
at the same time additional courage t o  disregard these 
beliefs . 
,/ 
Requiring an individual trained for a role that 
demands the characteristics of dependence, passivity, 
deference and curtailment of aggression, t o  suddenly 
exhibit the opposite traits of independence, aggression, 
competitiveness, and confidence w i l l  precepitat e con- 
fusion and anxiety, not the dearired new behavioral 
--- 
,I 
traits.23 This situation is now happaning t o  wornen, 
,J 
,.Behavior modification has been used as one effective 
-- 
- - 
method for helping women t o  change I ( ehavior rnodifica- 
'I [,A i--+ f-+z-- F- ,
t ioniref ers t o  the approach iused -- c-by-ame psychologists 
t o  change behavior without attempting t o  determine the 
$ - P subconscious causes, as would be done i n  psychoanalysis. ,, 
Behavior change therapies are not concerned with per- 
sonal insight or self-understanding, but are siaPply 
concerned a i th  changing responses i n  a person's normal 
behavior pat t erns . 24 
G e  most publicized type. of behavior modification 
called assertiveness training, is being used extensively 
n 
to help women.  Introduced by behavior therapist Andrew 
Salter, the therapy produces remarkable results.  The 
client is helped to react assert ively in situations 
where habitually she may have responded by withdrawing. 25 
Five Inwortant Skills 
P 
@ce a woman has mastered (or understands) the type 
of behavior necessary t o  function as an executive, she 
must then develop (or continue to improve) five spec i f i c  
skills cmr&SBy important for a l l  professionals whether 3 
i n  specif ic  speeialt ies  or management posit ions. Ghe 
skills are time mmag6naent ; organizat Ional s k i l l s  ; 
7 
decision-making ; leadership; and problem-solving a b i l i t  yd 
Subjectively evaluating the five skills, &;me 
7 management can be considered one of the most importan3 
f-- j x f  time is used poorly, and organizational skills are 
'-7 
also inadequatwproficiency in the other three skills 
will be l o s t  i n  the ef fort  t o  cope with the lack of time. 
R. Arlec Mackeneie, a management consultant, believes 
that most people, regardless of educational level or 
type of work, never have learned t o  manage their time. 
H e  makes the observation that everyone has the same 
.amount of time, the difference i n  productivity depends 
upon its uti l ization.  26 
Mackenzie has isolated fifteen ways professionals 
waste time and they are: 
1. Telephone interruptions 
2. Visitors dropping i n  without appointments 
3. Meetings, both scheduled and unscheduled 
23 
4. Crisis situations for which no plans were possible 
5. Lack of objectives, priorities, and deadlines 
6. Cluttered desk and personal disorganization 
7. Involvement in routine detail that should be del- 
egated 
Attempting too much and underestimating the 
time it takes t o  do it 
9. Failure to set up clear l i n e s  of responsibi l i ty  
and authority 
10. Inadequate, inaccurate, or delayed information 
from others 
11. Indecision and procrastination 
12. Lack of clear communication and instruction 
1 .  Inabi l i ty  t o  say no 
14. Lack of standards and progress reports that enable 
a company manager to keep track of developments 
Trying t o  pursue both the traditional role of wife 
and/or mother (which requires a woman t o  assume full- 
time management of the home) while at the same time 
maintaining the act iv i t ies  needed to develop a full- 
time career may eventually result in curtailment of one 
or the other. 28 
Most time management and organizational studies have 
been done for the business setting or the home. Re- 
search is needed for those who must manage both. 
The th ird  skill, has been the subject of 
*
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s k i l l ,  . problem-solving, are closely 
written material exists discussing both skills, and many 
detailed formulas have been created to explain the  psy- 
chological processes. Use of a decision tree is one 
such approach that has widespread popularity. 
/--- 
34 
home approaches require the use of compl&x formulas 
t o  make decisions, but the results are  not as success- 
--"\ J- 
f u l  as m i g h t  be hvpedApe decisions are made before 
- - 
I 
they' need t o  be, fithout suff ic ient  data, and without 
anticipating the consequences of the decisions. 35 7 
Dan Voich and Daniel Wren suggest six steps to follow - 
in making a good decisionm They include:. . 
I. Define the problem - 
2. Analyze the problem 
3. Collect relevant data and information 
4. Develop alternative solutions 
5. Consider the effects of each solution: 
6. Select one alternative 36 
[ ~ i ~ g ~ n s o n  a d Quick, management consultants , suggest 
consideration of the following questions as guideposts 
in problem-solving : 
What alternative to the present situation would I 
prefer? 
mat are  we doing now, that may be keeping us from 
reaching that.alternative or goal? 
Who w i l l .  be responsible for our efforts t o  reach 
. * 
the  goal? 
+7 
What kind of a timetable are you u ~ i n g ? ~ Y  
Charles D. Orth, President of Career Development 
In te rna t iona l ,  Inc. has made an i n t e r e s t i n g  observation. 
If men a r e  present during a c r i s i s ,  they expect 
the  women involved t o  become emotional and fall 
apa r t ,  and women of ten  do oblige-especially i n  
business, t r a d i t i o n a l l y  a man's domain. But. 
somehow, i f  en are absent women usually cope 
quite well. 38 
Assertiveness training, and a change of a t t i t u d e  by 
both men and women are needed t o  reorient Orth's ob- 
serva t ion ,  but t o  change t h e  status quo, the  major 
thrust must come from women. 
Communication 
&!he ability of an executive to communicate is an 
absolute n e c e s s i t y 2  Effective communication is more 
il - 
than a skill. kt is a necessity for career surv iva l3  
@r proieesionals  four major avenues of eomunicat ion 
need t o  be studied: reading and writing: speaking and 
listening7 Unless a profeesional  is involved i n  :some 
aspect of advertising , t elevieion , o r  magazine layout ,  
artistic visual communication is not as importanit. 
I n  an article e n t i t l e d  gghtecutives Cang t Communicatet1 , 
in Dungs Review, a magazine for business, the author 
specifically discusses executive speaking ab i l i t y .  39 
The general concepts expressed in t h e  a r t i c l e  can a l so  
be appl ied  t o  reading, writ ing,  and listening. 
(^The problem of - executive communication may be one 
more example of t h e  de ter iora t ing  comunication skills 
observed b~ teachers  i n  s tudents  at all levels of ed- 
1 
~ca t ion .~&(  Er ic  Sevareid i n  a news commentary s t a t ed  
that this was othe age of communicationsf8. 41 y e t ,  the  
s i t u a t i o n  is ironic that in a t i ~ e  when more ways of 
communicating are  available than at any other time i n  
recorded history, and more education t o  l earn  t o  commun- 
icate, that the ability of even educated individuals t o  
communicate, should be declining s o  rapidly. 
The magnitude of the problem can be visualized when 
t h e  idea is accepted, t h a t  even clear, well-written 
phrases may be misuderstood. The confusion extends 
not only t o  long and sometimes s c i e n t i f i c a l l y  complex 
reports, but internal memos, short  internal reports, 
employee ins t ruc t iona l  information, and external  l e t t e r s  
t o  c l i e n t s  and customers. 
One executive f ran a large multinational corporation 
was 80 unsure of his o m  writing a b i l i t y  t h a t  he hired 
a public relations f i r m  t o  compose a one and one-half 
page letter t o  an American ambassador that would be sen t  
with his signature. 42 Eonfused  communication ail1 have 
a high probability of being misunderstood, and i n  t h e  
bueiness world, a misunderstanding can p rec ip i t a te  a 
cost i jr  mistake. \  he problem is so acute that some firms 
are  sending their executives b a ~ k  t o  aehaol t o  improve 
I 
their writ ing. 4y   he most frequently mentioned c om- 
plaints involve conclusions buried os laSseing in a re- 
port; excessive wordiness; poor gmumm~ and sentence 
b 
structure; atrocious spelling, Pnd in the end, just 
plain confusion. 44 -1 
Learning to write clearly, a d i n  a style appro- 
priate for the fast-paced working world is not a simple 
task. William Schesr, a bwiness consultant, has com- 
*&led a list of euggeetions f o r  improving written 
collimunicat ion. 
1. Keep sentences short so reader can grasp the meaning: 
(rambling sentences lose a train of thought) 
2. Vary sentence length 
3. Use simple *order-everyday words, familiar words, 
understandable words 
4. Use descriptive w o r d s  or sentences that help the 
reader visusllim rhat is being said 
6. Use action vel~bs; avoid passiveness. The passive 
voice is dull, weak, uninnpiring. Active verbs do 
80m8t h b g  
7. Get people into your sentences 
8. Use a conversational style;  be natural. Let  common 
sense be your guide 
9. Know your subject ; sound convincing, or don't write 
it 
U. S m e n  your writing sbills45 
C1mproved r r i t i n g  w i l l  have a direct ef iect on reading 
'I 
. comprehension and i p e e d 4  Beading may be perceived as 
the antithersis writing, that passive activity.  
A great deal of emphasis has been placed on sending 
information. Receiving information is equally as i m -  
portant, and thus attentive reading is not a passive 
undertaking. 
The New York City Reading Laboratory recommends 
five steps to improve reading skills: 
1. Preread first . 
2. Read in phrases, not word by word 
3 Concentrate 
4. Master skipping and skimming 
5. Build vocabulary 46 
Depetlding upon posit ion some individuals may be 
able to escape from putting their thoughts on paper, but 
few can escape from verbal communication. The major 
controversies involving business i n  the last decade 
have propelled executives in to  the limelight of the 
national media, and unfortunately many of them were 
unprepared. lt71n addition, meetings, presentations, inter- 
views, te levis ion appearances, and speaking engagements 
are some of the variety of interactions that require 
clear communication through speaking. 
Several consulting firms specialize in teaching 
. 
30 
professionals to speak in public. Instruction includes 
speech preparation, use of audio-visual dds,  control of 
question and answer periods, and attractive positions 
on stage. 48 . 
The following techniques are suggested for achieving 
good results:  
1. Have a clear understanding before accepting the 
engagement 
2. Analyze the audience-age, sex, interests 
3. Organize material 
4. Spice the speech r i t h  qpecific examples 
5. Work to establish eye contact wLth the audience 
6. Use gestures only if they feel natural 
7. Save a forceful point to rind up the speech 49 
As reading is considered a passive aspect of communic- 
ation, listening often is paced i n  a similar category; 
the antithesis  of speading. Ralph Nichols, Professor - C 3 
of Communication at the University of Minnesota,33€ClZiSveb 
that listening is one of the most neglected methods of 
learning, 50 6. states that: 
White collar workers on the average, devote at 
least 40 percent of  their work day t o  listening. 
Apparently 40 percent of their salary is paid to 
them for listening. Yet tests of lietenhag com- 
prehension have shown that, without training, 
these emplo ee l i s t e n  at only 25 percent 
e*iiciancy. 359
Csichols  suggests ten steps to improve lietening and 
1 
comprehension. - - They - . -  include: 
1. Find area of interest 
2. Judge content , not delivery 
3 Hold fire, don't get excited t o  the point of  
blocking out information 
4. Listen for ideas 
5. Be flexible 
6. Work at listening 
7. Resist distractions 
8. Exercise your mind 
9. Keep your mind open 
10. Capitalize on th  speed (which is faster than 
verbal speaking) 
Listening also may include nonverbal communication. 
Gestures, facial expression, and the tone of voice, and 
mode of dress can convey a great deal of information to 
an attentive listener; 
Executive lprage 
Because of the continued shortage of executive time, 
and the potential large amount of time that can be spent 
on creating an attractive and fashionable image, a de- 
liberate decision should be made concerning the personal 
effort allocated to appearancx I 
,/ /-- -J 
hreating an attractive physical appearance is the 
final major skill of vital impor*ance to a successful 
career. J 
f" LFor most executive women, (the decisio regarding 
/ r -- 
P) 
time a l loca t ion  fo r  appearance is consciously made, but 
often indi rec t ly .  The decision t o  allow only l imited i 
time might be solely a function of t he  lack of free 
time, and &e decision t o  give much time t o  appearance 
-7 
may ind ica te  an i n t e r e s t  i n  fashiod The empirical 
? 
study of a d i r ec t  relationship between appearance and 
achievement of career goals has seldom been undertaken, 
but consideration of such a relationship has become 
extremely important. Results could help determine t he  
minimum time necessary t o  c rea te  an attractive appearance 
and achieve career goals. 
Research ham been done on t h e  e f f ec t  of physical 
appear&ce i n  general, and t h e  results indicate t h a t  
the  effect of one's appearance on another person of 
either sex not only seems t o  be inescapable, but much 
more powerful and diffuse than or ig ina l ly  believed. 53 
An axiom of general communication theory s t a t e s  that, 
"you cannot, not communicatem. 54 ~ 1 1  a c t i v i t y  or  in-  
a c t i v i t y ,  words or  s i lence ,  have message value, and 
influence other people. 
When looking at a young or  an old person, one im- 
portant  variable considered w i l l  be their at t rac t iveness .  
To define the word beauty is d i f f i c u l t ,  but the  concept 
seems t o  be universally understood. 55 1, re lat ion-  to 
human physical attractiveness, whether male or female, 
present research indicates that beauty may be the single 
most important criterion used in judging interest in 
another human being, despite continued assertions that 
internal qualities are (and should be) more important, 56 
In one experiment results ahowed that physical 
attractiveness may be the most important factor i n  deter- 
mining popularity among college-age adults. The re- 
searchers concluded that the popularity of beauty may be 
the result of unconscious association between certain 
positive personality traits and an at tract ive  appearance. 57 
In addition,  our  fast-paced l i f e  requires important 
judgments to be made quickly about personaltiy character- 
i s t i c s  of an individual based on information obtained 
in a few moments t h e .  Much of the information may be 
nonverbal. 58 
I 
For example, one particular characteristic,  body 
height, may be of great s ignif icance to the aspiring 
professional woman. There is a preference for ta l l  men. 
A survey conducted at the University of Pittsburg dis -  
covered that shorter men were not offered equal job 
opportunities and salaries. Between 6-f oot-2inch and 
- 6-foot-+inch graduates received average stating salaries 
12.4% higher than men under 6 feet . 59 Research needs t o  
be undertaken t o  determine if this preference is a 
variable subconsciously af fec t ing  the recruitment of 
Clothes, fashion, and physical appearance are  all 
important means of sending and receiving information. Ig 
one experiment,a psychologist 5. Blckman found no 
relationship between the return of a d b e  left  i n  a 
phone booth and the sex, race, age, or stat- of the sub- 
ject .  Only the mode of dress ( i . e .  apparent social sta- 
tus judged by clothing attire) of the person who said 
they l o s t  the dime, made a significant difference. Sev- 
enty-seven percent of those who found the dime returned 
it t o  the well-dressed confederate, but only 38 percent 
returned it to the poorly dressed confederate, 60 
Bickman suggests that clothes cue our social status 
and wealth, and lead others t o  assume certain facts 
about our personal attributes and values. 
For the male executive, dressing the part can be 
a simple task. A clean, well-tailored suit, short 
hair style, and a polished pair of wing-tip shoes will 
pass the required image test. For the female executive, 
the s i tuation is quite different : a simple clothing 
formula does not exist. In addition to the lack of a 
traditional bueinese suit for women, a. plethora of syle 
cho5ces are available. Constant clothing decisions must be 
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RESULTS 
Aathough planning a career must be a flexible ex- 
ercise, and will encompass a wide variety of choices 
and directions, there are certain' fundamental factors 
that need t o  be satisfied. Those factors considered as 
a group may be approached as a formula, the ingredients 
of which are necessary t o  achieve career goals. 
.-- 
As the review of literature indicatesbomen have 
not been encouraged to  undertake career planning, or t o  
obtain skills needed t o  perform effectively in pro- 
fessional positions. The reason, as indicated, is simple. 
Society, has not conditioned women to follow careers 
similar to those followed by executive men. 2 
Components for a successful career are similar re- 
gardless of the type of career or background of the 
individual. Of cours8,acquiring proficiency in a skill 
or adapting to certain career requirements may be easier 
for one individual than for another. Cultural recon- 
ditioning of women w i l l  be of l i t t l e  importance to men, 
for example, but w i l l  be of great significance t o  women, 
who must learn to be assertive and independent. 
Developed from available lit erat w e ,  a formula 
encompassing the skills needed to  undertake a career 
includes t e n  major areas. They are: 
1. Career Plan--A career plan should be designed and 
written i n  a v i sua l  form 
2. Choice of a Career Function--At some point i n  the 
development of a career, a choice must be made i n  
regard t o  the function an individual is best suited 
to perform; professional, career special ist ,  or 
manager 
3 Social Reconditioning--For m y  women, establishing 
a career all require a d irec t  confrontation with 
the need to change roles played from childhood 
4. Time Management--This skill must be continuously 
improved 
5. Organizational Skills--Organizational skills must 
be developed and also continuously improved 
6. Decision-makin6--Effective decision-making can be 
studied and achieved 
7. Leadershi --Leadership, a trait traditionally 
an exclusively male characteristic must 
be s tudied in relation t b  women executives 
8. Problem-Solvinq--h.oblem-solving is also a skill 
that can be improved with experience and practice 
9. Communication--Communication skills can be approached 
collectively, b u t a l l  channels of communication are 
important and must be continuously improved 
10. Ekecative Stsle--Appearance, projected image, and 
executive dress are much more important elements of 
a successful executive career than previously 
r ea l ieed  
CHAPTER IV 
DISCUSSION 
. The fact is 'interesting to note tha t  the concept of 
sex discrimination was introduced as an addit ion t~ what 
would become the Civil Rights Act  of 1964 with the hope 
by its opponents that i t  would stop the legis lat ion - 
completely. The unwitting ally of women, Howard Smith, . 
' C h i m a n  of the .Rules   om mitt-ee of the U . S .  House of 
Representatives, who proposed the idea, believedthat 
even the most liberal legislators,'who were in favor of 
granting rights t o  minority men, would balk at the ab- 
surd idea of giving the same r ights  to women.' The b i l l  
passed,'and sex discrimination received little further 
notice:. ' 
Eventually sex discrimination suits would be f i l ed ,  
employing the power of t h i s  ac t .  The most spectacular 
one f i l e d  (and won) involved American Telephone and 
Telegraph Company, which agreed t o  pay a settlement . 
of 35 mill ion for its past discriminatory practices 
against women. 2 
'( ' The movement of a large number of women out of the 
L- +* 
home and into the outside work force may eventually be 
. . 
considered the  social phenomenon of the twentieth 
.*  
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century; over 40 percent of all women today work outside 3 / 
the home.3 At this time the trend toward a return t o  
traditional roles, as occurred after World War 11, isn't 
happening. Thus, the need for expanded information and 
research to help women achieve successful careers is 
increasing rather than diminishing. 
Because of the radically changing work environment, 
malring obsolete more traditional career paths, career 
counseling should be an important resource for every- 
one, but especially for women. An added burden exists 
for women, even young women now aspiring to professional 
careers. They have been conditioned to think of them- 
selves as an adjunct to a husband's career, not exec.u- 
t ives in their own right. Such an attitude is not com- 
patible r i t h  the effort needed to achieve serious success. 
Career Planninq 
Adequate career planning is the most neglected aspect 
--7 
of an entire career. -..I / In an article specifically written 
for college women concerning their lack of job-hunting 
skills, the author listed six specific contributing fac- 
tors. Five of the six reasons given for missing good 
jobs, related to the absence of career planning. 
The list includes: lack .of planning for a job, 
taking the wrong college courses, not enough interest in 
business, not career-minded, and not signing up for 
. ., 
college interviews. 4 
Undisputably these factors are valid observations, 
and some can be easily quantified, but t o  prove their 
absolute validity is not important. The fact siBlply 
remains that a sufficient number of women do behave in 
t h i s  manner, and do because they are trained to see them- 
selves only as wives and mothers. They finally accept 
themselves only i n  these roles, but not for the reason 
often suggested that they lack the qualities for succeeding 
i n  a career. 
The att i tude still remains, for example, in the 
minds of many male recruiters that women are not as 
serious about a career in the same way men are. Deborah 
Farrington, now a banking executive with Merrill Lynch, 
and a Harvard M.B.A., stated i n  an interview .that her 
impressions going through recruiting sessions at Harvard 
were not good. 
Some firms harped on the women's movement aspect 
to the point where I got the feeling they were 
making an exception for us. I f e l t  I was com- 
peting against othe women rather than against 
all the candidates. 5 
Long-range planning a c t i v i t i e s  f o r  any purpose today 
m a y  beapproached sceptically, and with good reason. 
There is a high probability that goals originally set 
will not be attained. The purpose of a long-range 
career plan, however, is also to help focus attention on 
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other aspects of a career, not simply the final goal. 
One such aspect, that can be highlighted by having a 
career plan, is the decision, eventually required, on 
the choice of function an individual is best suited t o  
perform: professional, career specialist, or manager. 
Because of the lack of published information on this 
particular aspect of career development, a well-designed 
career plan could be extremely helpful. Much more 
research is needed to match the individual with the 
career function. 
Social  Conditioning r 
The third component of a career formula, &equate 
conditioning and 19 r le-playing t o  perform i n  an executive 
*-"L 
positioli is smf one of the most important fot  roman. 
C A s  child-rearing practices change, and young girls of 
today are ready t o  embark on professional careers, be- 
havior modification t o  -- cdrrect inadequate behavior should 
6 1 no longer be n e e d e d . d ~ o u n ~  girls now observing role 
models, and identifying with future life-styles need t o  
be encouraged t o  expand their horizons far beyond those 
allowed their mothers. 
>omen now conditioned t o  perform the traditional role 
of rife and mother, wwever, must confront the inappro- 
priate behavior and learn t o  become assertive, make 
1/ dec idons ,  and assume leadership positions* 
One simple reason women need to work is economic 
necessity. For those who remain s ing le ,  a paycheck 
will  be a necessity; for those who marry, two paychecks 
may mean economic survival, or the only way t o  mint& 
a desired standard of l iving.  
Executive Skills_ 
In regard t o  specific professional s k i l l s ,  certain 
ones are  required regardless of background or gender. 
Time management, organizational. skills, decision-making, 
leadership, and problem-solving are usually covered .in 
. . 
d e t a i l  in traditional management t ex ts .  . Some authors * 
- m a y  have unique or innovative approaches9, . but most of 
. . 
the descriptions follow similar patterns. These, comments. 
and conclusions can be used by women with l i t t l e  modiffca- 
t ion ,  but there are exceptions. 
Time Management and Ornanizat ional Skills 
Strober o f  Stanford states emphat%cally that only 
women who have very high energy levels can properly 
execute both duties at home and duties at the office. 
Few management texts deal  with this  problem or offer 
methods- t o  manage simultaneously home and office. 10 
Some women. seem t o  be superwomen; raising a family, 
helping an executive husband, climbing her own executive 
. 
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ladder, and perhaps writing a book or engaging in some 
other extracurricular activity . l1 Till now the resolut ion 
needed t o  juggle home and office has been left t o  the 
individual. Some women, despite tremendous motivation, 
may never be able t o  accomplish that amount of work. 
The e f fo r t  would require a tremendous amount of physical 
energy, not possessed by all. Proper management of time 
and organization of activities w i l l  help t o  alleviate 
some of the pressure. Research is needed t o  propose 
solut ions t o  t h i s  problem especially f o r  families where 
both the  husband and wife have careers ,  with o r  without 
children. 
Leadership 
Of a l l  required executkve erkills, leaderehip fs the 
one most closely related' t o  societal role-playing and 
behavioral conditioning. A leader has been automatically 
associated r l t h  being male. b n  addition some of the 
important attributes considered necessary t o  become a 
leader,  such as asser t iveness ,  have t rad i t iona l ly  been 
considered appropriate for ,  o r  traits found only i n  
12-7 men. -J 
Queen Elizabeth I (1558-1603), one of the first t o  
be queen of England, was a superb leader. Demonstrating 
great decision-making 'and problem-solving abilities, she 
took control of 4 million inhabitants during pol i t i ca l ly  
tumultuous times, poor trade, and great military weak- 
ness* l3 The experience must have seemed t o  men at a l l  
levels of  power, an incredibly dangerous experiment. 
Although the Spanish Armada was defeated soundly, 
the beginning of  the British Empire was founded, +and . 
s tab i l i t y  was restored t o  a country torn by strife, 
Elizabeth was considered an extraordinary exception 
(for some, even a male i n  disguiee) ,14 rather than a 
demonstrated example of the potential t o  be found i n  
women, i f  they are given the opportunity. 
Problem-Solving and Decision-Makinq 
Problem-solving and decision-making abllit ies,  two 
important components of any career formula are, androgy- 
nous traits as demonstrated by the behavior of Queen 
Elizabeth I* Yet, even rrith e&Llls needed (and possessed) 
equally by both eexes, great issue has been taken with 
the techniques allegedly used by most women. 'You think 
like a man* type of woman exempted. Even i f  there are 
some differences that precipitate a predictable choice 
by sex i n  making a decision or solving a problem (a re- 
s u l t  of the conditioning of women and men), the methods 
used more frequently by men aren't always right or 
autoiaatically better than those used most frequently by 
women. 15 
Some of the decisions made concerning the way i n  
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which to handle blatant discrimination against executive 
women, for example, were certainly mot ones acceptable 
t o  the women executives involved, nor to some 'executive 
men. Most women executives can relate an experience of 
s o c i a l  humiliation or ostracism. Madeline McWhinney , 
President of the First Wolgen8s Bank of New York, attend- 
ing a meeting at an exclusive men88 c2ub had to amend 
in a freight elevator. The doorman refused to admit 
her through the Plain entrance. The decision on the part 
of the doorman may have. pleased him, but few could argue 
that it pleased Ms. McWhinney. 16 
CommunicatLon 
Communication skills, another component necessary for 
a succe6sful career, must continue to be developed 
throughout a lifetime . Ha jor buaiaesb ccmmmS,cat ion 
channels include: speaking, L3~tsaing, reading, and 
writing. 
There is ample evidence that the general level of 
accomplishment in the ability t o  communicate has been 
deteriorating. For this analysis, the causes are of 
significance, only in.relation to the fact  that execu- 
t ives and professionals have a l s o  been effected. l7 fihe 
improvement of communication skills must be a goal for 
all professionals. Any type of organization a ll lose 
time, money, and much productive effort, if misunder- 
standings, due t o  poor communication, continuously 
interrup* the flow of work. 
Much recent progress toward achieving this g o a l  has 
been made, although at great finsncial expense t o  
business f inns. 18 
physical A~pearance 
/ The f inal  major component of a career formula, 
professional appearance, hsls received more attention 
from popular magazinas than professional journals. 
Economies is one reason.\) 
+ 
The beauty industry is inescapable. Clothes and 
cosmeti,cs remain billion dollar businesses, despite the 
tremenddus cultural changes occurring .. . in society. l9 In 
every c i t y  i n  the industrialized world, reams of fashion 
magazines can be parchased from drug stores and news- 
etands. They extol the importance of being attractive,  
describe the products with which t o  make oneself beauti- 
ful, and detail the instructions for using the new pro- 
ducts purchased. 
The primary meumption made that.underlies the entire 
beauty industry and guarantees its success, is a very 
beliefs regarding physical appearance. The snrpfrical 
study of  physical attractiveness and beauty, however, 
is an area of human behavior, relatively new t o '  the 
investigative realm of social science. 
Present evidence does point t o  the existence of a 
powerful behavioral influence on othsrs. Research 
studies conducted on subjects even as young as nursery 
school children have shorn that the concept of attrac- 
tiveness and unattractiveness is established at this 
very early age. When questioned specifically, unattrac- 
t i v e  children were described by their classmates as more 
aggressive and antieocial. Fat  bodies were also dis -  
tinct ly ,singled out as disliked. 20 
The effects of physical attractfveness are also being 
studied in particular situations. In one study, a re- 
search team Mills and Aronson, found an attractive young 
woman could influence the attitudes of male students 
more than an unattractive one. In the actual experiment, 
both the attractive and unattractive young women were 
the same person1 She simply dressed and groomed differ- 
ently. Other studies have confirmed the effect will 
be gqually as strong for a male speaker with a male 
While much more research needs to be done, present 
evidence does indicate that attractiveness regardless 
of sex, hasa profound effect on human interaction. 
Thus, despite time restraints, professional women 
should spend adequate time on appearance and image. 
There are many topics that need research t o  help 
professional woaen ftmc$ion in the* new role. The 
corporate ramiiicatione of cuwreativsa wamying executives 
is one example. in idtmtical positions, but in compe- 
ting firms, executives have married. Diane H. Frank, 
senior vice-prsirident and personnel director for a Los 
Angeles bank 5s alee the wife of Dennis R. Frank, presi- 
ent of a competing bank. The corporate business problems 
were discussed but no previous research or precedents 
were available t o  help make a decision. 22 ~ e w  prece- 
dents i n  present management practice exist t o  d e a l  with 
such previously unexpected situations. 
Continuing research is needed to find solutions 
for the ever increasing number of dilemmas and new 
situations now facing the management and professional 
world as women move in and up. 
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CHAPTER V. 
SUMMARY AND CONCLUSIONS 
Civil Rights activation for social change during 
the early sixties sparked the beginning of the push for 
women's rights i n  all phases of  American society* The 
feminists of the slxties l i t t l e  -imagined that their 
efforts  would result i n  a large number of women around 
the world challenging the very foundation of modern 
patriarchial society. ' 1 The fundamental transformation 
I., 
of women's position is occurring throughout a l l  levels. 
the realm of paid work has been one area undergoing 
vast revolutionary alterations. 
A symey by the American Council on Education showed 
that one of every six female college freshmen, 16.9 
percent of the total, voiced the intention of becoming 
a business executive, doctor, lawyer, or engineer. Ten 
years earlier, only 5.9 percent had voiced a similar 
desire. 3 
EGegardless of the number who intend t o  storm the 
bastions of male-dominated f i e l d s ,  few so far have made 
Practicing women physicians number 7 percent, women 
engineers a r e  2 percent, and in business, middle and 
upper management comprise only about 6 percent women. 
f 
I f f i r n a t i v e  action programs, Federal and state 
I 
l eg is lat ion ,  successful lawsuits, and the consciousness 
raising of women t o  strive for ,  and achieve their high- 
est potential, will increase the number of women knock- 
ing at the executive dor:) Whether they will succeed 
- .A 
will depend on the policy of the organization, and the 
attitude of management. Success will also depend on the 
proper education and training (formal as well as infor-  
mal) necessary t o  become a professional or executive. 
./? 3 
 AS pro keep close watch on the progress 
7 
of their c d l e s s  of the sophisticated out- 
lines a v a i l  ,company career planning programs, 
1 
women also must take .charge of their o m  c a r e e r 9  Doing 
so.,means taking full advantage of company career planning 
informa$ion, but the final decision8 on goals and life 
-- 
direction must be the work of  the indiv iduald  
For those undaunted pioneer women of the past who 
did consciously plan for a career, the goalshad to be 
pursued with full- knowledge that upon marriage life 
would be radically altered to accommodate a husband's 
future, not her own. The alternative was to remain 
single, and perhaps tolerate  being labeled a social 
deviant. Little, if any encouragement was offered. 
That s i tuat ion m e x i s t  . 
REFERENCES 
kiriam Schneir, ed. , Feminism.: The Essential 
Historical Writ i n ~ s  (New Y ork : Vintage Books, 19?2cp. xvi i .  
' ~ i v i a n  Gornick and Barbara K. Moran, eds. , 1 
Woman i n  Sexist Society (New Pork: Basic Books, Inc.,  ~( l t  /
3tg~ocumenting the Expanding Roles for Women, " ~ 5 -  
New York Times, 25 January 1976, sec. 4, p. 8. 
BIBLIOGRAPHY 
Adams, Sam. 'CHOW to Charm the Campus Recruiter. tt 
M B B ,  November 1974, pp. 47+. 
American Management Associations. Management Development 
Guide. New Y ork: American Management Associations, 
1976.- 
"Are Executives Efficient?" Business Week, December 1, 
1973, PP. 52+. 
"Back to School for  Better S eechmaking. Business Week, 
Awwet 11, 1973, pp. 5g+. 
I 
e r d w i c k ,  Judith M. , and Douvan, Elizabeth. "Ambivalence : 
The Socialization of  omen. In Woman in Seldst 
Societ% pp. 225-241. Edited by Vivian Gornick 
abd Bar ara K. Moran. New York: Basic Books, 
Inc., 1971, 
p i l ,  Douglas C., and Traver, Edna. Woman in Management. 
New York: Dunellan Publishing Co. , Inc. , 1972. 
Bell, Carolyn Hughes, "Six Women Achievers Relate 
Success Stoxiera." The Mortgage Banker, June 1974, 
PP. 38-39+. 
Berscheid, Ellen, and Walster, Elaine. "Beauty and the 
Best. tt Psycholorn Today, March 1972, pp. 42-46+. 
Bickrnan, L. "Social Roles and Uniforms." Psychology 
Today, April 1974, pp. 48-51. 
; 4, Caroline. Born Female: The ~ i g h  Coot to f eeping; 
Women Doam.. New York: David McKay Go. , Inc. , 
68'; reprint ed. , Hew York: Pocket Books, 1971. 
Y3uss is Better." Forbes, June 1, 1975, pp. 43-44. 
Bravalove . Mary. "Career Women Decry Sexual Harassment 
by ~ o s s e k  and Clients. Wall street  Journal, 
29 January 1976, p. 1. . 
-om, Connie, and Sei tz ,  Jane. flYoutve Come a Long 
-way Baby." In sisterhood is Powerful, pp. 3-28 
Edited by Robin Morgan. New York: Random Bause, 
~ l o u g h ,  Vern L. The Subordinate Sex. New York: 
Penguin Books, Inc., 1973. 
Burck, Charles. "A Group Profile of the Fortune 500 
Chief Executive." Fortune, May 1976, pp. 173- 
177+ 
Burck, Charles. "The Intricate Politics of the Corpora- 
tion$" Fortune, April 1975, pp. l O g - l l Z + .  
Burrow, Martha G. Women: A Worldwide V i e w  of Their 
Management Needs. New Y ork: Amacom, -a976&- 
c c B u s i n e s s w o ~ - ~ l o t .  fl Management Accounting, August 
1971, pp. a+. , 
Byme, D.; London,O.; and Reeves, K. "The Effects of 
Physical Attractiveness, Sex, and Attribute 
Similarity on Interpersonal Attraction." Journal 
of Personalits 36 (1968) : 259-272. 
Canning, John, ed. 100 Great Kings, Queens and Rulers 
of the World. New York: Taplinger Publishing 
CO* 1967. 
Gather, William A. "The Big Resume Contr~versy.~~ .-9 MBA 
May 1976, pp. 13-14. 
GBS. "CBS E3rening Hews with Walter Cronkite.n 16 October 
1975, llEric Sevareid Comments. a Eric Sevareid, 
chew, Peter. "Backstabbing, Inc. " National Observer, 
26 J a ~ e ~ r y  1974, pe 1+. 
a
 
0
 
a d
.
.
 
k
 
;
 
V1 
.. 
kl z ai 
.a a
 
3 @ ii 
A
 
42 
.Csm 
@
P
i 
a
 
a 6 
=
'2 
S
@
 
$6 
*
.
 
0
 
a"" 
Embree, Alice. "Media Images I: Madison A v W e  Brain- 
- 
washing- he Facts," In Sisterhood-Is Powerful, 
pp. 175-191. Edited by Robin Morgan. New York: 
Random House, 1970. 
Emory, C. William, and Niland, Powell. Making Management , 
Decisions. New York: Houghton Mifflin Co., 1968. 
Engle, Peter H. "How to Spot an Overachieverau 
- May 1976, pp* 34-36. - 
-stein, Cynthia Fuchs. nInstituti~nal Barriers: What 
Keeps Women Out of the mecutive Suite?" In 
Bringing Women Into 
Edited by Francine ELad H. Strober. 
New Y ork: McGraw-Hill, Inc. , 1975. - 
Figler  , Homer Re nGotrl-Set t ing Techniques. Naaaqement 
Accountinq, November 1971, pp. 25-27. 
"Finding a Job in the Recession." Business Week. 
January 13, 1975, pp. 101-103. 
Frank, Hal, YCwo-Career Families. " MR4, July-August 
1976, p a  38. 
-+??Zedan, Betty. The Feninhe Mystique. New York. 
Dell publishing Co. , 1963. 
Goo-, William J. wCormaunity Within 'a Community': The 
e ProfessionsaN. American Sociological Review 22 
(1957) : 194-200. 
~ o ' b c i e ,  W i l l i a n , J .  The Family. ~n~lewood Cliffs, N.J.: 
Prentice-Hall, 1964. 
2, d i d o n ,  Francine E., and Strober, Myra H., eds. 
~riwging women I n t o  waa;ement. New York: McGraw- 
Hill, Inc., 1975. 
Gornick, Vivian, and Moran, Barbara K O ,  eds. Woman in 
Sexist Society, New York: Basic Books, Inc., 1971. 
Guzzardi, Walter. *'The Uncertain Passage From College to 
Job. " Fortune, January 1976, pp. 126-12g+. 

Lynch, Edith M. The Executive Suite: Fe&ine Style. 
New York: Amacom, 1973. 
Maccoby, Michael. "Four Characters in Search of a Career. 
Management Review., October 1973, pp. 47-49. 
- - - -- -- - 4:A. .Closed 
circle. Business aria ~oc i6 ty - -~&i&w,  Winter 
1974-75, pp. 65-79. 
an, Robin, ed. _Sisterhood Is Powerful. New Ymk: 
Random House, 1970. 
Morley , Jonath-. "The Young Manager Who Was Selective. 
Management Review, April 1975, p. 58. 
"The New Or&aniWion Man. Forbes, June 15, 1975, 
PP. 57-58. 
Nichols, Ralph 6. "Listening Is a 10-Part Skillett 
Natiow Business, July 1957, pp. 56-58+. 
"An Organiacatioa Woman Remakes the Post. tt Business Week, 
September 29, 1975, pp. 43-&+. 
Orth, Charles D*, and Jacobs, Frederick. "Women i n  
- Management i Pattern f o r  Change. Rarvard Business 
R e v i e w  49(~uly-~ngust 1971) : 139-147. 
Pearse, Robert. nTbe Fine Art of Managerial Hustling. l1 
Personnel, . Septelaber-0~ tober 1973, pp. 53-59. 
ttPlotting a Route to the Topet1 Business Week, October 
12, 1974, pp. 127-19+. 
sagebin, Let 
Rabiner , Sylvia. flSnperr;oplan is Everywonan@ s Worst 
Friend. NatJioOnad.-QP~&eroer, 11 Sapt eabsr 1976, 
p. 20+. 
Eilw Pork: 
Rogcllls , WiM C., and Pell, Arthur Re WomenQer Guide to 
Management Pasf,tions. New York: Shun'&  cluster, 
Inc., 195. 
Roecow, James. "Youf re Fired!" -9 MBA September 1974, 
P* 4. 
I L@osenmayr, Leopold. f@The Austrf an Woman. International 
Social Science Journal 14 (1962): 157-165. 
Scheer, Wilbert E. "Reading-Our Neglected Form of 
Comrriunication. Fast Food, October 1973, pp. 171- 
174. 
Scheer, Wilbert E. Write t o  Express Not to Empress." 
Fast Food, May 1973, pp. 243-246, 
Schneir, Miriam,  ed. Feminism: The Essential Historical 
Writ in~s .  New Pork: Vintage Books, 1972, 
Schreier, James. "1s the Female Entrepreneur Different?" 
MBA, March 1976, pp. 4O+. 
.- 
Shaw, Marvin E. ,-ynamics: The Ps~cho1og-y of Small 
Group Behavior. New Y ork: McGraw-Hill Co. , 1971. 
y' Reasons College Women Miss Good Jobs." Chm- 
Times, March 1974, pp. 45-47. -
Smalhbiser, Lawrence. "How t o  Get More From Your Job." 
Glamour, February-1975, .pp. 7Z+. 
S W h ,  Xee. 'mat ' 8  It Like for Women ExecutivesStt 
'pun.*a Revfow, December 3975, pp. 58-61. 
~mbith, Manual 3. When I Say No I Feel Guiltg. New 
York: Bantom Books, 1975. 
;$$ .+ &,+---- Smolowe, Constance. HCorporations and Women: A Decade 
of Near-Ms. 's.'(. - MBA, February 1974, pp. '32-34. 
"Teaching the Boss t o  Write. Business Week, October 25, 
1976, pp. 56+. 
'Theodore, Athena: "The Professional Woman: Trends and 
Prospects. " In The Professional Woman, pp. 1-35. 
Edited by Athena Theodore. Raw Pork= Schenkman 
Publishing Co. , Inc. , 1971. 
Valentine, C.W. The Experimental Psycholow of Beauty. 
London: Nethuen & Co., Ltd., 1962. 
Voich, Dan Jr., and Wren, Daniel A. g 
Ronald Press Co., 1968. 
"Up the Ladder, fin all^.'^ Business Week, November 24, 
1975, pp. 58-68. 
Uris, Auren. Maete f Mana~emsnt . New Pork: Dow Jones- 
Irwin, Inc .', 
4 ; s .  President. 
- 
p%ht ing Office , 1973. 
Watzlarick. Paul; Beavin, Janet Helmick; and Jackson, 
. Don a. p g m a t i c s -  of Human Communication. New 
York: W. . Norton & Co., Inc. ,  1967. 
'(Ways to Find Work i n  the 'Hidden Job Market'." U.S. 
News & World Rewrt , February 24, 1975, pp. T- 
. 
Webber, Ross- A. "The Three Dilemmas of Career Growth. l1 
m, Mw 19759 PP. 41-45+. 
"When Career Couples Have Conflicts of Interest. It Business 
Week, - December 13, 1976, pp. 86-87+. 
Winth 
 leto one craft , M a r y .  Vindic-ation of t h z  Rights of Women. 
London: J. Johnson, 1792; reprint ed., Baltimore, 
Md.: Penguin Books Inc., 1975. 
"Womenv s Work: Consulting. Businegs Week, August 4, 
1973, p. 54. 
"The Word From the Top in How to Get There: Company 
Executives List the Basic Ingredients of Success." 
Changing Times, June 1974, pp. 38-40. 
The Working Waman. New York: Time Inc. , E973 . 
Yorks, Lyle. "tAlhat Mother N.ever Told You About Life in 
the Corporation." Management Review, April 1976, 
PP* 13-15. 
"Young Top Management: The New Goals, Rewards, Life- 
styles." Business Week, October 6 ,  1975, pp. 51- 
61+. 
